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Joint Financial Management Improvement Program

! he Joint Financial Management Improvement Program (JFMIP) is a joint cooperative undertaking
of the Office of Management and Budget, the General Accounting Office, the Department of the

— Treasury, and the Office of Personnel Management, working in cooperation with each other and
with operating agencies to improve financial management practices throughout the government. The

Program was initiated in 1948 by the Secretary of the Treasury, the Director of the Bureau of the Budget, .
and the Comptroller General, and was given statutory authorization in the Budget and Accounting

Procedures Act of 1950. The Civil Service Commission, now the Office of Personnel Management joined -
JEMIP in 1966.

The overall objective of JFMIP is to make improvements that contribute significantly to the effective and
efficient operations of governmental programs. Activities aimed at achieving this objective include:

« Developing general objectives in those areas of common interest to the central agencies for guiding
the improvement of financial management across government and promoting strategies for achieving
those objectives.

« Reviewing and coordinating central agencies' activities and policy promulgations affecting financial
management.to avoid possible conflict, inconsistency, duplication, and confusion.

« Undertaking projects and special reviews of significant problems and new technologies in financial
management and publishing the findings and conclusions.

« Acting as a catalyst and clearinghouse for sharing and disseminating financial management
information about good financial management techniques and technologies.

« Reviewing the financial management éfforts of the operatmg agenmes and serving as a catalyst for
further improvements.

The JEMIP plays a key role in mobilizing resources and coordinating cooperative efforts in the

improvement of financial management practices, and relies on the active participation of federal agencies to

be successful. The Joint Program is guided by a Steering Committee consisting of key policy officials from
“each of the central agencies. A key official from a program agency also serves on the Steering Committee. A

small staff headed by an Executive Director provides support to the Committee.
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Foreword :

he Human Resources Committee of

the Chief Financial Officers Council

. and the Joint Financial Management

Iniprovément Program (JFMIP) sponsored
the 2nd Annual Interagency Financial
Management Education and Training

Symposium to address financial.
management training in the federal
government. The theme of this year's
symposium was Practical and Effective

- Career Development in a Downsizing
Environment. Theisympésium was held on
December 12 and 13, 1995, at the Nuclear
Regulatory Commission, Rockville,
Maryland. o
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Symposium Opening

Opening Remarks
John Raines,
Chief, Financial Management

“Educatlon and Training, Office;of the -
Comptroller, Department of Defense /

1. Raines described'his =~
alternatlve approach to S

recording/talking parrot, and various hats.
He said we neéd to improve the Wway ‘'we
work the system to ensure that resotirces
are available for education and training’”
He said it is important to learn the system
because there are dollars and we'need to -
learn to go about how to’ get and use them'
for education and training. RERSSEEE

The results from last year’s symposium
were: (1) the desire to continue to build the
network and share information; (2) the:
need to identify common bases and what
you needed to know, which have restlted in
development of the core competencies for
accountants, budget analysts, and financial
managers; and (3) the need to identify

systematic ways of making courses
available, using a clearinghouse, and
expanding resources. |

6317

Mr. Raines spoke of the improved .
profes‘siOnalismr coming through the core
competencies-and. certification processes
With: development ofthecore .- .
competencies, we nﬂowne,ed‘ to analyze L
what is ‘a:vailable for, gove._rnmentw_ide:‘ -
application and use. A private sector, .
company (he noted Arthur Andersen) has .
indicated it spends $400 million annually
on training as.a means of ensuring their
quality control. . |

Mr. Raines cited the Association of - -
Government Accountants as leading the
way in its effort to develop a certification *
program for financial management, the
Certified Government Financial Manager.
He concluded by saying that we now have
core competencies and need to discuss next
where we are going on trainihg and

. , . certification, . ...menn
_common use courses, -available and-needed;
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Welcome by Host

]1m Taylor, Executive Director for Operations
and Chief Financial Officer Nuclear Regulatory
Commission

r. Taylor welcomed participants
to NRC, stating that he was

L pleased to make'the NRC
facilities available: Noting that this isan*

especially oppSttune tifne toimprove
financial management, he credited the *** -
Office of Mandgément and Budg’“et-féri
btinging the CFO Council together‘and
said their exchangés on 1ssues/prob1ems
were helpful to him at NRC. He"
complimented the Human Resources =
Commiittee for the quality ofits work and
the opportunity it provides financial e
management personnel to share techniiques
and ideas. Financial management work -
requires that our staffs are trained. Given |
the present challenging times; it is essen‘tial
for financial management personnel to be &
top-notch. P

The NRC has developed six principles of
good financial management including one’
on Personnel:

“Good fman01a1 management is the
) product of competent and mot1vated
‘people Those WhO are g1ven ﬁnanc1a

| 'management respons1b111ty mu_:;:hay
‘ ‘1ntegr1ty, ded1cat1on and be. well

tralned and qua11f1ed T hey must have

. author1ty that is commensurate w1th '

recogmzed When achlevmg super1or L
, performance

‘[The other pr1nc1ples relate to Planmng, .

Control Commun1cat1on Cost
Effecttyeness, ' a-nd Evaluauon_. ]

All N RC managers 1nclud1ng the many
ling tactlcal managers, are comm1tted by
the1r appra1sal contracts to sound f1nanc1a1
management Th1s has resulted in specml

training and educat1on 1n1t1at1ves as

technical. off1ce heads are tramed toput f
more t1me and attent1on on f1nanc1a1
management
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Remarks by the Chairman, CFO Human Resources Committee

Edmundo Gonzales -
Chief Financial Officer
Department of Labor.

r Gonzales Chalrman Human

Commlttee The CFO Councﬂ puts its
efforts together through OMB and the

partlcrpatlon of agencres in domg 50, 1t is

gaining strength and the leverage to get

resources. The Councﬂ is lookmg for more
efficient ways to do thmgs, not Just lookmg
for more resources to do ]obs the same way

The number of,p‘ersonne,l“\Wﬂl‘,decreas:e. |

and the emphasis is on improving the
personnel remaining. Mr. Gonzales
referred to the new joint JFMIP- Human
Resources Commlttee document |
Framework for Core Competenc:es for

Financial Management Personnel in the -

Federal Government The core
competencies document states the needs '

for people to do their jobs : and is the “hne a

in the sand”.

Resources Commlttee, prov1ded
background on the operatlons of
the CFO Council and its Human Resources

. Thereis a need for networklng regardmg '
the educatlon and training of f1nan01a1
management personnel. The Human [N
Resources Committee will be guided to. -
concentrate on this and the sharing and .
dlssemlnatlon of 1nformatlon on educatlon
and training. .

[ N A
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| "Key.note Address_ e

Tom Bloom

Chief Financial Officer and Assrstant Secretary
for Administration

Department of Commerce

f. Blﬁoom:announced that he sees
us in a time of change. |
L. Downsizing is a‘reality, survival
is what we are working on, and itisa

challenge just staying alive. Our challenges

are to keep people motivated, competent;,

and just keeping our people. For ﬁnancial g
managers, this is our time because financial
management is more important than ever. .
Training is crucial to our success.

Mr. Bloom cited experience at his agency

in which the skills of print shop personnel-
were not current. He spoke of an instance
of a person moving from printing to a new
area of work; having done this, the change -
gave the person zest and improved outlook.
We all experience in some ways having no
choice but to change, and learning how -
must come through training.

The operating climate today is fewer
dollars. Some people are saying there are
even fewer dollars for training. More of the
agency’s money will need to be used for
training, and, as Mr. Raines earlier

suggested we must learn to use it. There

~will be increasing demands made of
* financial management—yet there are fewer

people to do the work. Reengineermg and |
prioritlzing our tasks are necessary He

suggested the development by each of us of _

three hsts of tasks

. tasks required by statute

* non- statutory tasks that need to be L
- done, and” -

_’ . long list of tasks, some of which we
wonder why we have done them.

i »:We need to cut out n_onessentlal tasks
found in the last list. We need people who
are more skilled and tralned We need to
make thls intellectual commltment ,,
Tralnmg is most essential for us to get the

~job done

The biggest challenge faced when the

| Department of Commerce was

1mplement1ng its central administrative

system was the training of 1ts people. Itisa

big challenge to change an agency’s |
culture. For that work at Commerce, the .
Department turned to a well managed |
training operatlon at 1ts National Instltute ”
of Standards and Technology to conduct
the training w1th1n its other bureaus Mr
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Bloom noted that labor unions understand -

and stress the importance of training for
their membershlps The unions refused to
cut trammg, say1ng that tra1n1ng isour
future o

The questlon remams how do we "E"‘ B
1ntegrate trammg mto our orgamzat10n’7
Training should be tade part ofour
performance plans. We should celebrate it.
We need to use our dollars wisely and
cannot waste them. We need to use our
in-house talent. Much of Arthur Andersen’s
highly effectlve training is in- house Th1s is
also true at Commerce Where tramers have
become experts and outstandmg people |
have been developed in th1s way. We need
to Work on mentormg and on- the-]ob |
tralmng To keep people Mr Bloom
suggests mentormg as a most workable '
approach '

For example a Commerce group has
been Workmg on the effort to produce

governmentwrde financial statements ThlS\‘

isa very big training challenge this is the
kind of work which must be done almost
entirely by f1nanc1al management staffs

The goal of this effort is to produce R
auditablé ﬁnanc1al statements at the | same
time, itisa great exercise to make people ’
better accountants. Subgroups working on
this effort address the many issués; such as

= footnotes, implementation of the FASAB

standards, etc. Results from the subgroups
will be needed early-on, so that sufficient
numbers of people can be trained soon.

~ Mr. Bloom reiterated that this is the time
calling for good financial management.

The emphasis has been provided byth
Chief Financial Officers Act (CFO;. :

‘the Government Performance and Results

Act (GPRA). The: delivery of better °
financial information will-help enhance the
image of federal financial managers.« - .
Accountants and auditors should be on the
teams being trained for the . RN
governmentwide financial statements effort.
Credibility will derive from the good reports
and the gaining of clean audit opinions.
Value derives from the exercises people go.
through in the.preparation of the - /"
statements. The tasks are to know.and-ably
use technology.. We can learn much from
each other. There is little we cannot - -
accomplish with sustained leadership and.
commitment. ‘ ’

R -
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Human Resource Development in the Federal Government

Anthony McCann

Staff Director ' ORI
Subcommiittee on Labor, Health and Human
Services, Education and Related Servrces, '
Committee on Appropriations, .. . - -
House of Representatrves ‘

Vhe budgetary environment of the
- federal government is such that it will
be difficult to recruit top people.-a-
situation both good and bad. - If we recruit,
with fewer top-notch people available, our

approach will need to change to bring in
young people and develop them. Because
we do not know what financial
management will be like down the road, we
must allow and help prepare people to
move freely in government jobs. The
numbers of career jobs will diminish;

careers will be characterized by job changes.

Mr. McCann described the effective
financial manager as technically competent
in financial management and comfortable
in debating overall policy with his peers in
programmatic and other areas. Those skills
are essential if GPRA is to be carried out,

. and we need to train and instill leadership
with this philosophy in mind. We need to
ensure that people adequately prepare

themselves academically, and that in their
jobs they will have opportunities to spend

time outs1de thelr areas and broadenlng
their experlences Cross- functlonally It 1s
important to get people to become fam111ar
with the pohcy area, an accomphshment
galned through leadershlp, development _
and the spendlng of t1me to work w1th and
understand pohcy

He mted h1s experlence at.an agency

‘Wthh was seekmg an increase in fundlng

for a program because 1nformatlon
prov1ded by a program did not recogmze )
the dlfference between expendltures and |
obligations and conclude that money was

not exhausted. Had the program ofﬁce

personnel spent time in f1nancra1 ,
management they would have recogmzed
these differences and the urgency for funds
would not have occurred as it did.

Financial management needs to take the
lead, and it also cannot happen until people
are moved into other areas to get cross
training and be in a position to provide
good advice.

In terms of accomphshlng th1s -
1nternsh1ps—such as asmgnments to the
Congress—are among ways for enhancing
knowledge and experience in the policy
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arena. -He said moving or rotating young: - -

people to different areas will also help.

He suggested a]hances with' un1ver51t1es
umons ‘etc. He asked why we couldn t
suggest these approaches as means of
addressmg tralmng Mr McCann sa1d
f1nanc1al management has much to offer 1ts

peers in non-financial management areas
and that we must start dealing with
universities and begin the training proces‘s."'
He discussed three considerafions: '('1"?)’}"‘1‘1"ow
to prepare more broadly, (2) how we can
be better able to contribute t6 the p"dlié&’ -
srde and’ (3) estabhshmg the capac1ty to
move outs1de of government

Mr. McCann 01ted the Social Securlty |
Adm1n1strat10n 1ts ﬁnanmal statement -
development processes and its GPRA
approach as noteworthy He asked why
couldn’t we experlment w1th capltal i
budgetlng ’ oo

-public sector and the. demands for GPRA .

- "We need to think about the role that

financial management can play in
improving government. He also |
mentioned that central and program -
agencies nieed to adapt fo changing times
and develop new and'improved_‘methods for
dealing with long-standing problems in
allocating and effectlvely utilizing

resources. Financial management in:t

1mp1ementatlon provide us Wlth un1que
s1tuat10ns and Opportumues
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Changing Missions for Providers of Federal Financial Training

Erika Mathls
Financial Management- Consultant

. Center for Applied Financial Management -
'Financial Management Servnce e
‘Depattment of the Treasury -

 financial management tralnmg

offerors of financial management trammg
were the Office of Personnel Management
(OPM), the USDA Graduate School, the
Association of Government Accountants
(AGA), and the Department of the.
Treasury’s Financial Management Service.

The most significant change occurred
when OPM consolidated its training

programs into the USDA Graduate School’s

programs. This happened in the
Washington DC area and throughout the
country on July 1, 1995. Training delivery
services now include daytime classes,
evening and weekend classes,
correspondence and independent study
courses, adnd contract courses which are

off-the-shelf, tailored or designed to suit

agency needs.

A nationwide financial management
curriculum team has been established by

10

v urlng 1995 theplaymgﬁeld for

changed dramatically.. The ma]or "

the USDA Graduate School to consolidate
courses that were dupllcated by the merger,
update all the fmanmal management .
courses to reﬂect the most current e,
1nformat10n and develop and. brmg on- lme
new courses in fmanc1al management The
expanded currlculum w111 be offered in
Washmgton DC area and at training -
centers

OPM contmues to offer modern -
management leadershlp training through
the Federal Executive Institute (FEI) in .
Charlottesville, Virginia and OPM
management schools in Lancaster, .
Pennsylvama and in Denver Colorado
The. f1nanc1al management clabses prov1de
an oyerview to program and financial
managers in hudget preparation,and .
execution, accounting, auditing,
performance measurement, strategic,
planning, and information resources
management training.

The Association of Government
Accountants, while not a government
organization, supports and encourages
better financial management practices in
government. AGA offers an annual senior
level financial management conference, 1-2
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day workshops, and a certified government
financial manager program.

The Center for Applied Financial

Management of the Department‘of the

Treasury offers a Varlety of f1nan01al
management related serv1ces f1nan01al
systems, consultmg, and f1nanc1a1
education. The Center’s mlssmn isto
enhanceé and promote ‘sound f1nan01a1

management governmentwide. The target

audience for the financial education
business is the operational level employee.
The Center offers technical financial . -
management courses—nuts and bolts
training '(acc'ounting‘ standards, SGL,
financial reporting). The Center has
established a relationship with the Federal
Accounting Standards Advisory Board
(FASAB) to present accounting standards
training in workshops. It offers annual and
regional financial management conferences
as a cost effective way of giving operatlonal
employees trammg on what has changed
and what is current in ﬁnanmal
management It also offers seminars. and
workshops which target a spec1ﬁc issue in
financial management

The Center’s future plans-include
expanding course offerings with tracks for
specialists like accounting and budgetmg,
including in all training evénts the’

- relationships between. subject areas (i.e.

accounting standards to SGL accounts to
financial statements or the CFO
organization’s authority to manage and
monitor the formulatron ]ustlﬁcauon and
execution of an agency’s budget)
estabhshmg partnersh1ps with other areas
of ﬁnanc1a1 management expert1se to
contmue to d1ssem1nate information l_"i:o the:
operatlonal level employees who use 1t @i. ei’

current USDA negot1at1ons to offer ]omt
trammg events) and Workmg with other -
training orgamzauons to estabhsh and
formahze methods that determme the
effectlveness of ﬁnanc1al management
trammg (i.e. pre and post testlng, ' '
superwsory level and 1nter1m student |
surveys) ‘

Ms, Mathis conclucled by stating that the
missions and'proyiders of training may
continue to change as the direction of
federal ﬁnancial management Changes but
Treasury’s mission to enhance and promote
sound ﬁnanc1al management

.governmentw1de will remain constant. To -

that end, the Center will continue to
provide ﬁnanc1al management tra1n1ng as
long as training is needed.

11
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-~ Update on Core Competencies Project -~ .~ -

SO TR Y e

Vrrgmla Robrnson o
Executive Director =~ - ¢

- JEMIP

of the Framework for Core
Competenczes for Fmanczal
Management Personnel m the Federal
Govemment we need to next cons1der how
best we m1ght use the document ona _‘
day -to- day basrs at our agencres The
document easﬂy serves asa gulde for :’ "
self- development and for planmng the
development and trammg of ﬁnanc1al

management personnel The pubhcatlon

further serves as the foundation for work
that is to follow The followon work wrll

address CPE requ1rement determmatlons

and cert1flcat1on

Ms Robmson 1ntroduced the leaders of h

the teams that developed the core

competenc1es She thanked ]1m Maroldo,

Len Bechtel Dtane Iames and Beckre

Sweeney and their team members for thelr_ .'
hard work and the quahty of the1r product.

Following the team leader presentations,
Ms. Robinson again acknowledged the
team leaders for their excellent

12

1th the pubhcatron and 1ssuance ,,’

presentat1ons and asked the part1c1pants to
begin thmkmg about how we.can use the .

core competenc1es in 1nd1v1dual and group

development plans, what add1t1onal core ‘
competenctes series should be developed
and how these w111 help us, 1n the follow -on

phases of contmumg professmnal educatlon._

and cert1ﬁcat1on

]1m Maroldo , .

Director; Office of Headquarters
Accounting Operations.
Department of Energy :

In‘ apprvoachibng the development of the .«

core competencies the groups viewed the
core-competencies: as:
« ‘the knowledge, skills, and abilities}
_ (KSAs) that an employee needs at a

given point in time, general in that all

federal employees need them;

. occupat10nal KSAs in that they are »

unique to‘an occupatlon and"’

¢ Tocal KSAS in that they relate toan

employee s local orgamzauon and/ or

posrt1on

Soine benefits from defined core’
competencies are viewed from a

S
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communications perspective—asa . . .-

roadmap for supervisors and employees,
which suggests developmental act1v1t1es and
which delivers clear directions for - |
development and def1n1t1ons of what is
expected.” O A

Other benef1ts prompt
mot1vat1on——~employees and managers w1th
knowledge of expectations,’ may enter
needed developmental activities, ise
long-range planning; and enhance their
competencies and performance.

Still other benefits derive to the .~
organization—from better individual,
office/agency, and federal CFO community
performance. g

Barriers also were considered, in
categories ranging from variety of work
performed: size of office, headquarters
versus field, type of organ1zat1on/ fundmg,
inconsistent comm1tment to employee ‘
development; unclear connection to
performance, promot1ons and awards
differences between and within agencies;
flexibility for ‘s.ubs,titution; some
courses/experiences not availablegiiand
applicability to employees hired into the
federal government at levels above entry
level.

- In developing the core competencies for
accountants the project team followed
several guiding principles. The resulting
core competencies were to be universally
application for all federal agencies, sites,

and geographlc locatlons flexible;
rea11st1cally obtainable in terms of funding,
recognition of downsmng, t1me ava11ab1l1ty, N
and course avallablllty, long lastmg, capable
of ra1s1ng overall level of performance for )
1nd1v1dua1s capable of enhancmg |
performance w1th1n the federal commumty, .
and responswe to requlrements of the CFO
Act, GPRA, GMRA and related leg1slat1on
able to generate commitment from CFOs,
managers and superwsors and employees |
and useful both in the short term and

long term

The 1nteragency team rev1ewed ex1st1ng
documents such as ]FMIP S December |
1990 publication Continuing Professzonal
Education: Federal GS-510 Accountants’
Report and agency products The prOJect
went on to defme the gu1d1ng principles;
1dent1fy barriers; and defme the core
competencres by levels learning ob]ectlves
and dev_elopmental activities.

13




.. Interagency Financial Management Education and:Training Symposium

Diane James .-
Director, Planning
Office of Chief Finaneial Officer .

General Services Admmlstratlon

A n“‘interageney team was formed which -

eviewe‘d“ JEMIP’s Decembér 1994

contlnulng professmnal edication study for’
budget analysts “The’ team developed cote
compétencies for budget analysts by levels "

learning objectives, and developmental
activities. In developlng coré’

competenmes ‘the prolect team Pllac’:é'd“ L
special empha31s on cultural adaptabﬂlty i

recogmtlon of the different environments -
that affect the work of budget specialists. -
The competencies are broadly based to

facilitate use by persons performing budget”

analysis in defense and civilian agencies.
The draft document was circulated to the
budget community for comment. 'Input
was provided by regional as well as
headquarters offices.

Beckie Sweeney ©

CAMS Implementation

National Oceanic and Atmospherlc
Administration

Department of Commerce

T he project team addressed three major
issues: (1) accounting—why budget
analysts need this (the knowledge helps
budget analysts); (2) job seties—why

14

distinguish budget analysts and-accountants

(the budget: community is pleased to+. . .+

identify its profession); -and: (3) educational
level—accountants have this requirement - .

while the budget analyst category does not:.

(the team did not try to impose this because
OPM does not). Ms, ‘Sweeney-described :
the core competencies document as useful :-

for preparing training courses, as an.asset .-

which adds to.that:information contained. in
position descriptions;.and as an aid.in. -+ .-

developing job vacancy announcements. . . -

- Len Bechtel .

. Financial Specialist
Financial Management Division *
Envu-onmental Protectlon Agency

W’hile it was natural to develop core
'Y competencies for accountants and

budget analysts because of the number in
those classifications, the team addressed
the question of why develop core
competencies for finaricial managets. A o
principal reason it was done was to get
financial managers to be partners in
training. A cultural shift iS‘fe'quired‘and -
management is the Key in causmg the
cultural change to ‘occur.” R

The first problem the team confronted
was to identify what a financial manager is.
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The job term applies for those who have: -
controller functions, and it ex‘tends through
to:CFOs who have even greater ﬁnanc1al
responsrblhtles The team concluded that a
finanicial manager is anyorie who supemses
f1nanc1al management staffs The team
reviewed work by ]FMIP and other
sources, cons1der1ng ]FMIP’ GS-5 10
series report the OPM clas31f1catlon
standard on the 505 series, and SES
finanicial manager materlal Tryng to"
develop core competencies by levels the

“ 39

team instead found it was puttmg an “x”'in
every box: The team therefore determined

to consider the core competencies as what
every financial manager should strive for.
The learning Ob]eCthCS are drfferent than
those presented for accountants and bndget

analysts in that they do not express levels of :

posmons

Mr. Bechtel indicated core competenc1es
would be found useful for developmg
individual development plans because of the
applicability of core competencies to -
individual financial management positions.
Financial managers have needs for th1s type
of planning document.

L
B

- When developing core competencies for !
other job series, Mr. ‘:B_echtel recommends
that an imposed timeframe is necessary to -
ensure the work gets done promptly: One |

T

person should take the lead i in developmg
the document followmg agreement by the
team on 1ts contents The core o |
competencles document should be v1ewed
as an opening step in ‘that core o
competen01es may be developed for other
series and in ‘that su1table tra1n1ng
opportunltles _rnu_st follow to aid in g i

iiirecet b 1

realization of core competencies.

15
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Panel Sessions

Panel Session: Best Practices

Charlotte Turner - ..
Chief, Funds Control Branch

Nuclear Regulatory Commission . - . .~ - .

ince the CFO Act NRC has )

primarily for financial personnel in
program offices. As guidance to personnel
in the management of the financial

resources, NRC over the past 4 years has

developed and offered the following
seminars, workshops and presentations:

« NRC Financial Management Seminar .‘

¢ NRC Management Directive and
Handbook 4.2, “Adm1n1strat1ve
Control of Funds” Seminar

. Workshop_on Relmbursable Work
Performed by NRC for others

o Presentation on Current Financial

Management Challenges Facmg the
Federal Government S

* NRC Financial Management
Concepts Seminar

NRC reviewed its financial management ,

activities and recognized that it needed

more specific guidance, up-to-date policies,

and training for effective execution.of its

16

developed in- house training courses -

ﬁnanc1al management respon31b111t1es _
NRC ﬁrst looked elsewhere but dec1ded it

would require too many hours of staff time

and 1mpart too much unnecessary .

1nformat10n It de01ded to develop two P
training courses tallored to meet the needs '
of financial management personnel in t_he;”_,_ |

program offices. After piloting, agency =
allowance financial managers and funds
certifying officials were required to attend
both courses. St

§ In developing courses, subject outlines . .

were first developed. Financial managers

were interviewed and NRC networked with _

other federal agencies for ideas and
information. NRC contracted for
development of the training materlals, but
ensured NRC ownership of the matenals

.Interv1ews for 1nstructors were conducted

and one selected NRC scheduled
1nd1v1duals for the courses and tracked
those requlred to take them. Statlstlcs on
attendance and course evaluation were
mamtamed

For the course “Administrative Control
of Funds,” staff reviewed NRC policies and
procedures, governmentwide laws and

regulations, and policies of other agenc1es |
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NRC policies and procedures Were rev1sed X

as needed, and a subJect outline was

developed for review by financial managers ,

and program offices. With the help of -
office directors and staff respons1ble for

furds ‘control, topics for coverage were
compiled, and outlmes for the d1rect1ve and‘
handbook were developed After’ comment
~ and the concurrence 'of NRC ofﬁc1als, the
management directive and handbook were
issued to ‘holders of the allowancesgln the. Ny

agency. ,;:, e

The NRC Financial Management

Seminar Overview is an i‘ntr‘oductiOn to '

financial management. This 2- day semmar '

is required for ﬁnanc1al management

personnel in program offices. Since’ August"’
1993, about 200 staff have completed the
course. TOplCS covered are: (1) Introductlon 3

to Federal Financial Management

(2) Ethical Standards for Fmancral
Managers, (3) Overv1ew of the Federal
Budget Process, (4) Budget Formulatlon
and Congress1ona1 ‘Action; (5) Budget
Execution and Review and Audlt '

(6) Appropriation Liaw, and (7) Momtormg'

Financial Performance.

The NRC Adm1n1strat1ve Control of

Funds Serinar Overv1ew course dlscusses

detailed policy and procedures ‘This 2- day
serhinar is required for findncial :

~management personnel in program offices.

Since February 1994, about 120 staff have -
completed the course which consists of: = -
(1 Introduction='(2)'L'egal' Requirements L
for Funds Control, (3) The NRC’s

Financial Resources (4) Allotment

Financial Management, (5) Allowance and' :
Financial Plan: Process, (6) Commitment .+
and Obligation of Funds 7y Deobllgatlon.; a
of Funds, (8) Reimbursable Work : |
Performed by the NRC: for/O .thers and

) Unobhgated Carryover Funds. A

section on Flnan01al Management is under-
development L G

i

| N'RC"deve'loped aWorkshopor @
Relmbursable Work Performed by NRC for a
Others because of a 31gn1ﬁcant increase in - E
the number and value of NRC relmbursable‘ : |

agreements These agreements are subject
to unique 11m1tat10ns ontheuseof
approprlated funds as regards purpose
amount, and tlme F1nanc1al personnel in X
the program ofﬁces ask many questlons _ :'
regarding this work; and the workshop was
developed to help financial and = - _
non-financial personnel in the program
offices understand what qualifies as

reimbursable work; describe the process for

executlng agreements ‘identify problem
areas; and address questlons and concerns.
Since December 1994, about 40 staff
attended the workshops. 3
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The ‘Financiai' Management Concepts -~
Seminar is-currently a'pilot.- This:4-hour .

seminar helps mid-level managers acquire -
and manage the resources necessary to ! -

accomplish their missions. ‘ The course will: -
be required for all 300 mid:level managers -
(branch chiefs and: division ‘directors).
The course covers: Financial"Management; ‘

Roles and Respon81b111t1es, Principles of: :

Good- Financial Management ‘The Budget

Process, and Contemporary Issues.

In June '1:994, ‘a.presentation on Current:

- Financial Management-Challenges Facing -

the Federal Government ‘was made by Jeff
Steinhoff, U:S. General Accounting Ofﬁce.'
The audlence included 50 senior :
management office directors, their

deputies, and regional administrators. Its -
purpose was to challenge senior -~~~ .
management to be more aware of: financial -

managemeént and it focused on the Nat10nal
Performance Review and issues :
surrounding the CFO Act and' GPRA. - It
was deemed successful in keeping senior . -
management focused on the relevant
financial issues facing federal managers.

18

. Ann.Commeree . o
'Financial Management Development Program
- Coordinator, ;. .
Office of the Chief Fmanmal Officer
s Department of Energy o CI

NSRRI A, SO
[IECIES T

he aDepartment of Energy’s. Financiai— =
Management Developmental Program
(FMDP) includes an.80-hour foundation. ...

course, Introduction to Financial -

Management at DOE; which was prepared ‘
by DOE.CFO subject matter experts.. After .
two pilots taught by course developers, the -

course now is presented by volunteer
teams. The average class.has 25 students

from headquarters and field CFO offices, .
mixed budget and accounting backgrounds,:
and usual attendees being DOE CFO (and
non-CFO) employees ‘who have between 6.,

months and 5 years experience with DOE
financial management. .

Eight modules comprise the course,
presented in 2 weeks. Week one includes
(1) Organization .of Federal Government,
(2) Organization of Department of Energy,
(3) Budget Theory and Formulation, and
(4). Budget Execution. Week 2 adds the
following: (5) Basic DOE accounting,
(7) Financial Reports and Financial

Systems, (7) F1nanc1al Rev1ews and

(8) CFO -Where We Are and Where We re
Headed
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A certified instructor training workshop
of 21/2 days prepared 16 new‘ins‘tfuctors'."
The week one teams have included. 3
budget instructors and the course manager;
the week two teams have:included.3; -
accounting instructors-and the course -

manager. The workshop coveredthe . . -
purpose and content ‘of course; course -
materials; discussion with developers;: . -
formation of instructor teams, tips:for .-~

teaching; and scheduling. = . 70 v

Since the'pilots, 4 classes-have been - .

offered in 1995—-two classes in: i

headquatrters and two classes at two field

locations. The requesting field offices. paid -
the travel expenses of instructors coming to
their locations. :Ms::Commeree said DOE -
will continue to use the volunteer instructor:
team approach because it works well:

Deb Marshall -

Career Counselor/Trainer

GSA Employee Resource Center -
General Services Administration

s. Marshall dlscussed GSA’

Occupat10nal Certlflcatlon Program,
describing certification as a roadmap to
success. GSA established the Occupational

Certification Progtam in. 1988 to enhance .
the expertise, skills; and performance of

agency employees. The program covers 42_ |

occupational areas or:series and over:
10,000 employees. Grades.GS+2: clerks ‘
through GM-15 mariagers and entry Ie,vel; O

positions through journey level are covered.

Step-by-step, employees can use the « 1
program to guide career de\ﬁ(eldp"rnent?a}nd b
acquire and document educationand- ",
experience. As a contract between =
employee and-supervisor, the.plan helps
employees develop to succeed.in their
positions. Specific. plans have been - Lo
developed by subject matter experts for. .
each covered series. ' The plan -jiden‘tiiﬁes;iit?h‘e"
specific competencies- (knowledge skillé,
and abilities, or KSA’s): needed by grade
levels. It also offers suggested _
sources——formal,,lnformal and :on- the-]ob ‘

training. - The training can be..formal-‘ EEt :

classroom, rotational-assignments, - -
seminars, workshops, selfelearninge. -
instruction, and on-the-job training .
assignments.

GSA has the certification program
because the organization needs a
professionally developed work force to
enhance effectiveness and continue to be
competitive. Employees need training and
skills to grow. Supervisors need to build

19
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excellent teams with highly skllled
employees and to ensure their own as well
as employees continuing growth.and, |
development:: Everybody benefits. - Since
this is a natiOnWide'program,.theref isa "
clear and uniform identification of skills -
throughout GSA nationWide. ‘

The employee: documents current

strengths, including j prevrous tralnmg, TH

experience; and accomplishments that
apply and maps out a plan.: The employee

and supervrsor d1scuss the employee s plan

Next, training and on- the-]ob experlences '
as needed are scheduled As each of the
developmental experlences are completed

for both formal and on- the-]ob tralmng, the :

employee documents what was done and
when. Spe01ﬁc accompllshments are. also
noted in terms of what was done and the
mastery of that competency When the
plan is completed (usually 1- 2 years) the
supervisor. approves the plan wh1ch 1s _
forwarded to an 1ndependent ratlng panel
and hlgher level ofﬁcrals for approval and
cert1ﬁcat1on co

20

Certification offers opportunities for
gaining the full range of training; -
developmental act1v1t1es and experlence in
employees’ profess1ons Certification is’ '
respected throughout: GSA as an 1nd1cat1on :
of professionalism; ded1cat1on -and: mastery ‘
of skills needed and valued in jobs.
Employees experlence the sat1sfact10n of
meeting’ a personal challenge learnmg new f
thlngs, and accomphshment in takrng care g
of oneself and one’ s future The certified
employee will be a much stronger candldate '
for future ]obs while performmg better-in.
the current one. If an employee'is at the
]ourney level for example, the. employee can:
acqulre new SklllS tobridgeintoa
superv1sory posmon and help make the
work eas1er and more 1nterest1ng :
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Panel Session: Training Technologies .

Leslye Fuller ‘
Instructional System Specrahst :

Defense Business Management Univérsity
Department of Defense

The Defense Buslness Management |
Un1vers1ty s D1str1buted Tra1n1ng |
_ Strategy focuses on 1nteract1ve

drstance learmng where the 1nstructor and

students are geographlcally separated and a.
variety of tra1n1ng technologles can be used. |

Interactlve dlstance learn1ng is
accomphshed by satelhte broadcast

internet use, and CD ROM The satelhte

‘broadcast is one-way audlo and two-way

video, 280 downlinks usmg Army, Air
Force, Defense Logistics Agency, and
Defense Finance and Accounting Service
locations, available for any agency to use,
broadcast fees of $650 per hour, and the
uplink being at Ft. Lee, Virginia.

The World Wide Web is used to supply
an interactive course on GPRA. To be
available in January 1996, it offers practical
exercises, audio and video and other
capabilities.

The CD-ROM offers Fiscal Law and

‘Antideﬁciency Act Investigator Training

and Principles of Federal Appropriations
Law.:- The course:is. approprlate for all - -
levels of employees '

Keith Namock
Training Coordmator

- Forest Service - S
Department of Agnculture -

[ 1. Namock discussed on- demand

learmng technology through
Compact Disk- Interactlve (CD I) He sa1d
these CDs are not those used for personal
computers 1nstead these are used i 1n o
players hooked to TV sets, much 11ke o

VCRs. CD Ioptrcal disc technology allows '

for development of a 11brary of tralmng
courses on these compact disés. The

Forest Service makes the library available in

every office. The fully interactive learnlng
discs are avallable to employees when they
want tra1n1ng and where they are. He'said -

this technology over time has improved and |

costs have fallen sharply so that it is
possible to have the same effective training
delivered for under $800 per unit and it is
simple to use.

CD-I use provides timeliness; consistent
content; presentation of text, graphics,

21
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music, speech, and even full motion video -

in one system; impact because it is more.
interesting; and cost effectiveness. A
traditional course may cost $300 per
employee to deliver, but CD-I cuts these
costs when delivered to broad audiences,
and the related costs of travel and
workbooks are reduced or eliminated. *

Once the master disc is produced, copies

can be reproduced. Studies of optical disc
training as compared to live instruction |
have shown advantages in learmng gains,
learnlng con51stency, tralmng rates and .
content retention. The players that hook

to TV sets are avallable in electromc stores._

Mr. Namock cited cost flgures for
production of CD-I courses and the
investment to be made should an agency
determine to estabhsh course preparatlon
facilities:

22




. Interagency Financial Management Education and Training Symposium

Agency Presentations

U. S. Department of Agriculture (USDA)

“Financial Management For Non-Financial Managers"

Irwin T. David
Deputy Chief Financial Officer

Yhe Department of Agriculture |

employs more than 108, 000.

~ personnel, managing operatlons in
29 agencies. Most are considered ﬁnanmal
managers because most of the employees
and all the program managers have some
responsibility for ensuring good financial
management of the resourees used by
them. He e_xplained that is the premise
behind the development of the training
course “Financial Management for
Non-Financial Managers.” The course
begins with the fundamental terms and
requirements and is designed to provide
program managers and.others with an
understanding of their responsibility to
optimize the use of financial resources.

The first session answers the question,
“What is good financial management, and
why should program managers care about.
it?” Defining good financial management
is an exercise of good common sense for
the practice of everyday operations. The

second session d1scusses budgets A
approprlated funds and non- approprlated
funds, giving part1c1pants a detailed .
overview and a clearer view of budgetmg
requlrements and fundlng d1fferences ,‘.‘ M
Other. sess1ons d1scuss cost accountmg, .
cash. management credlt management and
property and 1nyentory management, g1v1ng
participants practical guidance for getting -
the most from the funds they have, and
management accountability and the need
for internal controls to prevent fraud,

waste, and abuse.

Some operations unique to the o
Department of Agriculture, such as the
Working Capital Fund and the National
Finance Center, are explamed in terms of
how these entities work together to prov1de
cost effective funding and operation of
administrative functions, and an overview
of theGovernment Performance and
Results Act and the role of Federal
oversight agencies is provided. An
Appendix of the course materials provides
legislative, regulatory, and Departmental
requirements information.
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The course is taught equally successively
to participants who have some or no
financial management background, as
measured by evaluation and comments
from participants. The response to the
course has been gratifying from
departmental personnel and managers |
outside the Department through the Senior
Executive Service Candidate Development
Program. As of December 1995, 4
sepa'rate training programs have been
produced, each based on this training
package. Each presentation was provided
by request, and requests continue tobe
received. -

Training sessions are led by financial
managers from the Office of the CFO w1th
assistance from component agency
financial officials. This combination has
been particularly successful because it
allows participants to meet and become
familiar with Department-level issues and
financial officials, as well as offering the
opportunity to hear the program agency

perspective. Non- financial managers (most

often program managers) relate particularly
well to agency program persons.

Sessions end with a Question and
Answer period, which allows participants to
express individual concerns they may have
with operations in their particular agency.

24

It also offers opportunity to cover areas
which may have been missed.

The department’s experience
demoristrates that people learn better and
faster from those they view as “insiders”,
who understand the culture and climate

within the organization. ‘Language-use is -
more familiar and less constricted than it - -

might be from outside trainers. In
addition, the part1c1pants come to feel they
know the presenters, and this facilitates
better worklng relatlonshlps “down the
line.”

The USDA experience with training in
financial management has been very
positive, offerlng both attendees and
presenters opportunltles to commumcate
and learn from each other.

Department of Education

“Basic Federal Accounting for Nen—Financial Personnel”

James Evans
Financial Management Training Development

Office of the CFO

Mr Evans placed his topic in the

A context of practical and effective
career development in a downsizing
environment. Challenges to training and
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education are increasing due to diminished
budgetary resources and shrinking training
budget. The objectives of the training in
basic federal accounting for non-financial
personnel are to develop basic accounting-
skills (proprietary/budgetary), upgrade
skills. of non-financial staff, achieve low.

participant cost, and minimize interruption

of operations. .

This training was contractor developed, -
30 hours instruction in a 10-module .
format, with uses of practical learning
applications and of agency staff for
trainer/tutor support. A contractor
developed program, the agency retains -
right to use/revise material.

This training increases the qualifications

of existing non-financial staff to perform .
basic accounting assignments, provides
development experiences for agency staff -
presenters, is low cost ongoing training,
and has improved capabilities and staff
morale.

The basic accounting course includes an
overview of accounting; basic accounting
concepts, such as the accounting equation;

applymg basic accountlng principles to the

federal government, such as funding and

budget; understanding the basic federal -
accounting cycle; double-entry accounting;

preparing original entries; and -
understanding-basic fund accounting - - .
concepts, such as the appropriations. . -
process, revenue and expenses, and accrual -
accounting versus cash accounting.

Office of Personnel Management
“Retrammg the Survtvors
Ed McHhigh

. -Director of Workforce Restructuring
Office of Personnel Management

' PM has established an office to assmt
agenc1es and employees to get S

through’ the downsizing. 'While at first "
confined to helping DOD the office now
assists non- DOD agen01es undergomg
downsizing. Agen01es aré not charged for’
the setvices. OPM also has establisheda
cleatiri‘ghbuse of self-help tools deve‘loped
by agencies and ava1lable to government
ofﬁces to facilitate transitions. | -

Mr. McHugh commented that, ina~
downsizing, the employees who remain and
their needs for retraining may be ignored.
Because of major 'o'rganizatibnal changes
resultifig from such factors as downsizing,

new techriclogy, mission changes and the

25
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recommendations of the National
Performance Review, and agencies
reinventing themselves, there will be-
changes in:jobs, job skills, and work
systems. He distributed OPM’s -
publication, Retraining in the Federal
Government, issued September 1994, The
publication answers general questions
about retraining and provides practical .-
information on designing and developing
programs, including key elements of
successful programs and a step-by-step
approach to designing'a'progr‘akrh. It also
outlines regul‘atory‘andz legislative
information related to retraining.

The publication vstate‘s: the NPR‘ outlined
a number of changes needed to facilitate .
the training and retraining of employees for
responsibilities outside their current
responsibilities. The FederalﬂWorkforce
Restructuring Act of 1994 has removed |
legislative barriers to enable these changes
to occur and offer the flexible framework
for retraining federal employees.

26
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Workshops

orkshop sessions were featured
on 4 topics: Core Competencies,
Training Challenges, Continuing

Professional Education, and Certification.

Breakout groups were formed on each of
the topics for participants to join in |
discussions and make comments. Each
group réported back to the Symposium
attendees the results of their discussion.

‘Core Competencies

The Core Competenciesy work groups
were asked to discuss and report back
positions on the following questions:

1. Is development of Core Competencies a
worthwhile initiative, especially in a
downsizing environment?

2. Is the document on Core Competencies
for Accountants, Budget Analysts, and
Financial Managers useful, complete,
accurate, universal, etc? How should it be
changed?

3. What steps should be followed to
implement the core competencies (identify
short and long term) in the federal
government?

4. Is support, or direction, required from
outside of your agency?

5. Do you believe that your agency will
adopt and benefit from these core
competencies?. - |

6. Should core competencies be developed
for other series (specify)?

7. Will this be useful in planning for
training needs, training budgets, course
development, etc.?

The groups reported the following:

« The CFO Council and individual
CFOs must embrace the Core
Competencies in order for them to be
implemented.

» We need the commitment of
management and the first line
supervisor on the importance of
training.

o This is a valuable tool especially since
some organizations have done little in
this area.

« Organizations should use this when
developing individual development
plans, training budgets, etc.

« We need to publicize the benefits, etc.

at the CFO Council meetings and in
other creative ways.
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» Each agency must promote them -
within their agency; this will require.
external stimulus.

» It should be expanded to other series.

o It will help developing new staff
 'which will be critical durmg
downs1zmg

. As ertten it may st111 not be .
unrversal enough X ‘

Training Challenges
he Training Challenges work groups
were asked to discuss and report back
on the1r reoommendatrons to the followmg
questions, given the followmg 11m1ted

dollars 11m1ted time, 11m1ted staff and more
and more respons1b111ty

1. In the short run What should we do to |
meet the needs of the ﬁnanmal
management commumty? : |

2. What should we do to address the‘
impact of downsizing?

3. What should we do to identify low cost
effective training techniques? Would

regular interagency forums be useful?

4. What can we do to develop/sustain
management support?

28

The groups reported the following:

* The financial community should be

* redefined to‘include all employees
since all deal with financial L

- management in one way or another

» We need the commitment of the flrst

line supervisor on the 1mportance of

tra1n1ng

. Trammg is too general” in most o

strategic plans.

» When looking at the cost of training,

~.*we must relate it to the avoidance of

.- poorwork, rework, etc.

« Training objectives should be put in
- . the performance standards of

- supervisors so that they view it as
1mportant as day-to-day work.

. Need ‘more 1nteragency sharmg

o Use ]FMIP as a clearlnghouse for o

sharlng of courses, etc.

Cont1nu1ng Profess1ona1 Educatlon
(Mandatory) .

he Continuing Professmnal Education

(Mandatory) work groups were asked.

to discuss and report back on their
discussions and recommendatlons to the i
followmg questlons

L. Identlfy the pros and coris of mandatory
CPE?
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2. Should CPE become mandatory for
financial management personnel?
+ All or selected occupational
series/grades?

* Suggested guidelines, e. g number of
hours, etc.? :

3. What steps should be taken to 1mplement
this program?

The groups reported the fellowing_:

* We need to do an assessment-of the
training needs before we can justify
the need for mandatory CPE.

» We need to address training in terms.
of cost/benefit.

Certification

he Certification work groups were

asked to discuss and report back on
their discussions and recommendations to
the following questions:

1. What are the pros and cons?

2. Should the federal financial community
implement a certificate program? |
¢ What categories, e.g., accountants

* Suggested guidelines

3. What steps should be taken to implement

the program?

4, How can we effectively use existing
certification programs run by other
agencies?

Some of the pros identified were that
certification requires ongoing prdfeSsional‘f '
development, maintains proﬁc1ency, helps
individuals theet needed tralmng
requlrements and helps justify trammg
For disadvantages, certification requires
administration of the process, organization,
cost, and records. '

There was not a consensus on requiring
certlﬁcatlon Those who recommend it
suggest that costs should be fully assessed
per employee and annually Others said
certification should be encouraged but not
made fnaﬁdatory.' It was generally agreed
that existing certification programs should
be considered for use, such as the CPA,
CMA, CGFM and other certification
programs.
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Wrap-Up and Evaluation

im Maroldo, Member, Human
Resources Committee acknowledged -
~ 'the presenters and the participants for
an excellent symposium. Referrlng to. the
Core Competenczes document as a good

product, Mr Maroldo urged partlclpants to

volunteer for future efforts to develop core
competencies for other dlsc1p11nes He
urged attendees to create more publlclty on
the needs for training and dollars. The -

: workshops produced good results. As the

response 1ndlcates needs for management |

support behmd our efforts cost/beneflt ,
decisions i in these tlght budgetary tlmes w111

be necessary to make dec1s1ons on training -

approaches. As tight budgets continue, in
the future we will continue to pay close
attention to the quallty of the dehvery of
training.
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SympoSium'ev‘aluatiOn comments
reflected high marks for-all sessions of the
symposium. A

- For the next symposium, suggestions.
include developing the process of sharing -
and access to training, acceptance of
training programs for use across- - :
government, identifying and sharing agency
best practices; developing additional core:
competenoies, deciding on evaluation of
training effectiveness, reporting on
continuing professional education and
certification developments, and reporting
on newly developed topics.
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Requests for Publications

The JFMIP uses the General Accouting Office's Document Distribution Center to
fulfill publication requests which are made after mail list distribution.

The first copy of each publication requested is free. Additional copies are $2 each.

Orders should be sent to the following address, accompanied by a check or money order
made out to the Superintendent of Documents, when necessary.

Orders by mail:
U.S. General Accounting Office/JFMIP
P.O. Box 6015 v
Gaithersburg, MD 20884-6015

or visit:

Room 1100 ,

700 4th Street NW (corner of 4th and G Streets NW)
U.S. General Accounting Office

Washington, DC

Orders may also be placed by calling (202) 512-6000
or by using fax number 258-4066, or TDD (301) 413-0006.

Orders for 100 or more copies to be mailed to a single address are discounted 25 percent.
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